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Responses from the July isewe of the Notebook-nere highly favor-

~

o the emphasis on competency-based staff‘development. Both

~
W

higher ducation and publlc school people expresoed strong s/pport for

te to program 1mprovement

N
"

competencg based staff development as the rou

-in pre-aerv1ce and 1n-serv1ce preparation of educational administrators.
.The August meetlng of the National Conference of Professors of

Edooational Administration focused upon efforfs,to assess competence.

éen Harris; The "University of Texas, Austin, Al Wilson, Kensas State

University, ahd Vivian Smith, Quebec, have pﬁépared articles to in-

» clude assessment procedures developed in the proYects centered at their

i

Dave_Erlandson, Queen's College, describes the &grk of

[y

~the Interest Group on Competency Based Education 1n his. edltorlal‘

institutions.
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COMPETENCY SPEC IF ICAT LON AHD ASSESSMENT'
’ , FOR INSTRUCT IunAL ,LEADERSHIF

— Ber 4. Hanris
' The Unlversity cf Tekas at AusTln'
(.
Funding ¢! the Zpecial EducaTion Supervikor Training PrOJePT by the Bureaw

of Educktion fcr the Hardicapped, HEW, from 1972-1975 permittec an intercisci-
pkinary staff*-at The University of Texas aT Aystin to undertake two engeavore.
First, we were committed to the developrént cf compefency-guidec precgrar for
the preparaticor cof Anstructional supervisorstoywork”in the area of special
education. The second endeavor was, to generdte & model for competency wpecifi- ¢
cation that might be appropriate to both pre-servyce and In-service preparaTicn .
of any leadership personnel. .

*
’ oo

Ccmpetencies were specified In seven leadershi task areas In this grejects
Training 6?0ups were utilized In testing the competency statements. Training
program -modificadtions adopted for project purposes included extensive use cf
fleld experiences, adaptatiéh of formal zcurse structdres, deveIOpmenT of an
lndependenT study laboratory, speclal shorT courses, f eId trdps, and special
projects. 3 . \\ :

Publlcathns«growlng out of this project provide cetalls on fleld Trdinunq
activities, independent study materials evaluated, and sel'f-instructioral
modules“produced in 1imited numbers. A variety of field experlences were mage
an lnTegraI part7of the training program facllitating tests of the use of com-
-peTency specificaflons for guliding anc: lmprovlng field training. : (

Perhaps the unique confributiors of: this prOJecT are to be found in two
efforts at program development which depart somewhat from current gractice.
One. effort wes to gefine competencies cs a limited, stlected , array of complex
perfoZmance patterns djrectly relatec to specified job tasks.(3:5) secona
effort was to develop a competercy assessment syster with oidgnosTiL capa-
bilities despite the extremely corplex.character of the competencies. These
efforts are triefly described below, without attempting to desdribe mary other
aspects of the project. . N - '

CompeTencxfgbeclficaflons ‘ f

FlQuFe ! provices a highly abbreviated out!ine of the compeTenciés as
specifiea. ‘Seven job task areas were defined as those within which professicunal

*The SEST prOJeLT was a cooperative venture of the Tdxas Lducation Agency, anc

the DeparTzonTJ of tducationat Administration and Speclal Education at UTA.
. Co- DlrecTo 5 were the author and Professor John D. King. »

+
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I . + ; « .
supervisory personné¢!| were. presumed to perform If they functlon as change agents.
The seven task areas although not unlike the "ten tasks oﬂ?%upervlslon" previously
ldentifled by Harrls (1963), were verlfled by |lterature searches(®) and fleld
surveys, . -

Lritical Comquehéy_sTaTemehTs were written within each job task area: - %,
Twenty-seven ofqthese complex per formance patterns were spectfled originally.
They were later revisedfand reduced to fwenty-four In number. Not all‘;onceTv-
able performpﬁces were J%CIuded in thls array of twenty-four. On the contrary, -
The project was committed to selecting those that seemed most "critical" [n the '
sense of belng almost unlversally deslred from supervisors where changes toward
the Improvement of Instruction were expected. Only highly, dilrectly, s\nstruc-
tionally relevant competencles were I'ncluded.

Major Competency statements were written as a subset of each Critiltal Com- -
petency. These Major Competencles were speclfled as rather complex \nerformances,
but somewhat moré |imited |n scope. Elghty-one Major Competencles were selected,
three or fqur assoclated wjth each of the Critical Competencles. Thece, too,
were obviously selected from among a broader array. Thelr selection has not

|
been carefully valldated. . 1
’ FIGURE 1: NUMBER OF CRITICAL ANU" MAJOR COMPETENCY : ]
i, ’ STATEMENTS BY JOB TASK AREAS . |
. : . Number*of Competencies ;
. Job Task Areas _ Critical Major
A. Developing Curriculum 3 12
B. Developlng Learning Resources 3 9
C. Staffing for Instruction 3 9
D. Organizing for Instruction 3 9 ) I
£% Utillzlng Supporting Services 4 I3
F. Providing In-Service Education 5 20
G. Relating to Publics 3 9
Total ' 24 8l
An Illustratlon of a single Critical Competency with assoclated, selected

Major .Competency statements Is shown In Flgure 2. Nelther type of competency
sTaTemegT Is as fragmentary nor as precisely stated as a performance objective,
This Is"Intentlonal. The competency speclflcdtlons are such that the smallest
unlt of performance Is.sufficlently large, task relevant, and reallty-oriented
To assure a professionally worthy product as a resultant., The need 'to segment
ma jor competencles stlll further for fralning purposes Is fully recognlzed,
but Ihdlividual students and Instructors are delegated thds responsibliity.

+
-

A Caompetency Assessment System

’ J - : .

The s?sfem conslsfs of an Integrated set of instruments and procedures ‘fot
assessing Instructional supervisory competencles. Initlal efforts to develop
etaborate simulations for use In assessling were abandoned In early stages of th
project for lack of feasibllity. In both ‘'oh-campus and In-service settings. The%K
overly simplistic use of tests of knowledge and ratings were rejected from the ’

]q . : -
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very beglnnlng for obvious reasons. What has emerged Is a multi-variate analy-
-* sls process which _relies perhaps_too heavily on self-assessments, but lnvolves .
rigorous, syé?emaflc logical use of several kinds of data. ‘

 FIGURE 2: LLUSTRATIVE CRITICAL.AND MAJOR COMPETENCY

F-4c - Can demonstrate senslTivlTy to parTIclpanTs feel ings
. and personal concerns during a session, without being diverted
from planned actkvities and outcomes.

“

\ ‘ STATEMENTS WITHIN ONE JOB TASK AREA o .
: TASK AREA - Providing In-Service Educatlon: The process of Improving the
/ : - . quality of Insfructional practice within the staff by pro-
! K - viding opportunities for professional growth.
Ao ) * ~ N .
. CRITICAL . F-4 Conducting In-Service Tralning Sesslons: Given a descrip- '
COMPETENCY .’ ,5 tlon-of a specific staft group, the supervisor ‘can select an
‘ , approprlaTe tralning pian, make arrangements, and lead partici-
! anTs through a sequenCe of meénlngful learning activities.
MAJOR - F 4a - Can establlish In parTIclpanTs a psychological '"set" or
COMPETENCIES readlness for the activitiés and events assocIaTed MlTh a
' program. .
» F-4b -~ Can guLQp and dlrecT activitles In ways ThaT maInTain .
' participant Interest and:Involvement.
|

F-4d - Can bulld group coheslon, encourage and sSupport spon-.
taneous Interactions, and project enthuslasm. if‘
The Instruments and procedures\consf?tﬁflng the assessment system have been

desligned for use at three dlfferent polnts In an In-service or pre~service frain-
Ing sequence. Pre-assessment, In- pro?ress assessment and post-assessment pro='
cedureg are defailed in two manuals. Both manuals contain a set ®f detalled
Instructiens for data collectlon and competency analysls. The person being
assessed assumes responsIbIIITy for both gathering and analyzing all daTa,

=

)
Assessmedt Instruments. Four different assessment Instruments are used to 4 ) :
obtaln estimates of the assessee's level of professlonal performance on each of
the twenty-four Critlcal Competencies. A flfth Instrument, an Interest scale, ‘.
Is used to obtaln the assessee's perceptions of the relative importance of each '
Critlcal Competency in hls or her particular professional sitfuation. .
R b ’
The flve Instruments are described brlefiy as follows: .
i...Critical Competency Performance Inventory (CCPI). The CCPI| contains
~a set of twenfy-four sheets describing the Criticai Competencies in
performance terms. Each sheet'provides a statement of a competency,
a ratlonale, and an Illustrative example. The directlons call for
the assessor to sort these competencies Into slx categorles that
- reflect the assessee's performance levels.' (Time:30-45 mlnutes) ..

a
4

- 2. Major Competency Assessment Inventory (MCAl). The MCAI Is an lnstru-
' ment used fo assess performances on a set of elghty-one Major Com-
’ petenciés that have been ldentlfled as loglcal components or

- 9
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subdivisions of .the co%plex behavior patterns comprised by the Critical
- Competencies. The Individue ! Major Competency statements are contalned
4 on elghty-one cards That are .sorted Into six categories reflecTqu The
assessee's performance levels. *These performance estimates are recorded ‘
: Oon a score sheet used to produce a per formance deslgnation for each
& Critical Competency, (Time: 60-80 minutes) ‘

3. ‘CompeTency—qued»ExperlenchlnvenTory (CKE1). The CKEIl consists of a
checklist of 158 different actlvities related to the. twenty-four Cri¢fcal
Competencies. The person being assessed uses'‘the checkllst to report his
or her level of past experience wlth each activity. These activity scores
. are thencomblnedton a scdki sheet to produce a performance deslignatiqn
. . «. * for each CrlTlca15CpmpeTen y. (Time: 60-75 minutes) :

N

4. Knowledge Assagsment Test (KAT). The KAT is a multiple-cholce, paper-
and-pencl!| test of cognition, consisting of Items keyed‘To‘The Critical
Competencies. It provides two performance ‘designations, one for e%ch
Ma jor Competency, and another for each Critical Competency. (Time:
80-90 minutes)

5. Critical-Competency Interest Scale (CCIS). The CC1S Is ak Interest scale
for rank ordering the fwenty-four Critical Competencies. The person
" belng assessed reports his or her judgments of the Importance of each
- competency_ In planning his or. her professional growth program.” (Timg:-
15-20 minu? -

- .

While each of these Instruments Is céﬁplefed by the asseﬁseb as a selfzrepor{;
the Critical Compet@ncy Performance tnventory Is also prepared by "other fssessors"
as a Limited validlity check. . '

G

)
2

: Comﬁ%fency Analysls. The assessment manuals gulde the use of data.ganerated
by the varlous Instruments. A workbaok Is provided for completing all analyses.

Each :step ih the analysis process Is careful Iy programmed fo assure both easy and
accurate analysis of all data. - :

LCompetency anaiy§ls, Inbrief, conslsts of three stages--estimatlion of com-

pefence levels, determinatian of priorities, and dlagnosis of needs. In Flgure 3,
a flowchart prowldes an overview of Tce sfeps In the analysls process.

. * - ’ ' .

Summary .-

The SEST Project approached the problem of Improving professional leader-
shlp ftraining withathe usual Interest In spec|fyling outcomes, Indlviduallzlng
experlences, and assessing results. Considerable attention wds glven/to problems
of tralning program design and materials for Independent study.

The Two . robleQF of speclal concern, however, were those of speclfylng com-
pefencles In va\]d and utillitarian ways, and assessing competence. A competency
,speclflcation model was developed for lgenflfylng and describlng competencies as
comgigx patterns of tdsk related performance. Twenty-four such Critical Com-
petenties were specifled and verified for profaessional supervisory personnel.

A competency assessment systfem was developed and |s belng tested for pro-
vidtng dlagnostic outcomes with heavy emphasis on e self-assassment process.

‘ 6
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